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The intent of this Strategic Research Project (SRP) is to answer the strategic 
LIFE-CYCLE MANAGEMENT OF THE ACTIVE RESERVE FIELD GRADE OFFICER POPULATION
The old Army Reserve was a strategic force and we advertised it as such, one weekend a month, two weeks in the summertime. That all changed after 9/11 -we're now an operational force. Our nation is involved with global war on terrorism on an enduring basis. To support, we have to be an operational force. We have to be much more active and ready on a regular basis in supporting the war.
-LTG Jack C. Stultz
Army Reserve Transformation
The Army Reserve (AR) during the first 100 years has had a rich tradition as a strategic force and responded to the nations call with much sacrifice of its citizen warriors. The Army Reserve strategic force was designed primarily for mobilization in "Cold War-era scenarios in which the force was to augment and backfill the active forces (after long post-mobilization training periods) only in the event of a major conflict." command/leadership assignments, advanced civilian education, and advanced military education and assignment diversity." 48 The AGR officer in the operational reserve is now having many of the same opportunities which were previously afforded to the TPU officer in preparing and developing competencies needed to be competitive for selection to Colonel.
Additionally, now all AGR captains/majors have the opportunity to compete for selection for an Army Reserve company command, which is extremely important in the early development of a leader. This is a 2 year command and is not an exclusively AGR position, but TPU positions that can be filled by either a TPU or an AGR depending on requirements set by the higher command. HRC is also managing AGR officer's early in their careers to ensure competency will be achieved to be competitive for promotion, Command, and Professional Military Education (PME) as their careers mature.
This is not to say that the selection board is not looking at the entire file and evaluating the entire career of the officer, but that these items are core in selection of the future AGR operational senior leader.
Professional Military Education
Professional Military Education is vital and extremely important in helping to shape competent operational AGRs. There are very few military leaders who possess the qualities and operation leader competencies needed to be a good strategic leader without training. Operational assignments and the experience gained are great for competency development, but what is taught in the classroom can enhance development. PME is an excellent opportunity for AGRs to gain knowledge that will be carried with them in operational assignments and their development as a strategic senior leader. PME is very competitive in the AGR force, but it is a successful tool in undertaking. Rather, it is an evolving process that will occur over time and action plans will specify short and long range actions that will transform FTS in the Army Reserve." To continue to improve on senior leader development in the Army Reserve, HRC will need to establish a mechanism to track AGR leader development much like the RETAL study suggests. In the RETAL study, there is a third initiative that creates Leader Development Assignment Panels. 55 This would be a great tool to help focus HRC on AGR operational leader competency development. "The leader Development Assignment Panel will identify and provide the best operational career field officers with 'non-kinetic' leadership development opportunities emphasizing mental agility, enterprise management, or cross-cultural savvy through assignments outside the traditional tactical track." 56 The initiative goes on to say that selected officers would be afforded the opportunity to be assigned to civilian graduate schools and internships that would help further the officer's career. 57 The Army Reserve has to take another look at the how it manages its officer AGR force before and after the soldier completes 20 years of active federal service (AFS). The change that has allowed officers the opportunity to stay until MRD has caused some operational competency issues with some of the senior leadership in the The Army Reserve structure has many staff positions as do all active components across the military. Leadership understands that these jobs are important and must be filled, but the tendency under a strategic force was that AGRs were the primary source of these Army Reserve staff positions. It is hard to build the core leadership competencies when AGRs are being assigned one staff job after another. It is recommended that AGRs not serve more than one consecutive assignment in a staff position before being assigned to an operational unit. It is understood that after doing an operational job, the next job may be back in a staff position, but this balance will help develop competent understanding leadership. Under operational Army Reserve it is important that the AGRs career path also reflects the operational side in order to instill strategic and core competencies needed in the senior ranks.
The Army Reserve PME program, as noted earlier, is very competitive for Army
Reserve officers to include the officer AGR force. This is especially true for seats at the Senior Service Colleges (SSC) resident courses. Management of these officers tends to be short-sighted for future career paths. Many of the AGR officers attending SSC do not have a follow on assignment prior to arrival at the institution for which they were selected. The Army Reserve has a huge investment in and trust of these future Colonel strategic leaders. Management needs to improve to ensure these officers are placed in strategic operational positions. It is recommended that all officers attending SSC be pulled into the SLDO office for personnel and assignment management. At this stage in the operational transformation of the AGR senior leader force, the SLDO office is better equipped to place these officers in future assignments and ensure the Army Reserve is getting the return on investment of a senior leader attending SSC.
Conclusion
For the first 100 years of the existence of the Army Reserve, its primary mission was to be a future-oriented strategic force. After the Vietnam War, the total force concept was enacted and the AGR full-time personnel category was created. Since the Century operationally more initiatives will be implemented to ensure operational success.
The SLDO office has been tasked to assign and ensure development of the senior leader AGR force. The challenges of this office will be tremendous and the recommendations proposed will be a great addition to initiatives already in place.
Transformation will be hard and changing the culture of an Army Reserve that was strategic to one that is operational will take time. The strategy that is in place and evolving will ensure AGR operational senior leadership success. The Army Reserve's
